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The format of physical office layouts has changed significantly since the office was 
regarded solely as a place of work at a convenient location with permanent desks, chairs 
and cabins. Challenged by the effects of organisational flexibility and high corporate real 
estate costs, organisations are increasingly seeking flexibility and operational efficiency 
in their physical office space and its layout. To date, the literature relating to flexible 
office environments has focused mainly on their physical characteristics. The full effects 
of flexible office environments on human reactions to such workspaces and the corporate 
culture of organisations are not well understood.  
 
The objective of this research is to examine the influence of introducing flexible, 
unassigned office layouts on the existing organisational culture of organisations. The 
study is addressed from the perspectives of the management of corporate organisations, 
their employees and design firms who design non-territorial office spaces. A two-stage, 
mixed-method research design including quantitative and qualitative approaches was 
adopted. The first stage included semi-structured, in-depth interviews with 19 large 
organisations who introduced flexible layouts into their workplaces during the period 
2012 – 2017 and 8 design and work strategy firms which designed these spaces. The 
second stage involved a questionnaire survey of 223 employees of three selected 
organisations which had experienced office layout changes.   
 
The key finding of this research is that the nature of office layouts has significant 
implications, not only for the financial characteristics of the organisations such as 
corporate real estate costs, employee efficiency and productivity, but also for non-
financial characteristics such as the corporate culture of the organisation. The results 
identify major finance-oriented, internal business-oriented, learning and growth-oriented 
and staff and client-oriented factors affecting organisations’ decisions to move to flexible 
office layouts. The qualitative and quantitative findings of the research identify 
significant discrepancies in the views of management and employees on the organisations’ 
motives for introducing flexible, non-territorial office layouts. While management 
emphasised that such changes were introduced to enhance their internal business 
iv 
 
activities and learning and growth potentials, the employees had the strong perception 
that such changes were mainly cost reduction-driven. This raises the importance of 
comprehensive education and change management programs to educate employees about 
their new workplaces, motives for changes and expected behaviours in new work layouts.    
 
Most importantly, this research highlights that the nature of workplace designs has a 
considerable impact on the corporate culture of an organisation and can be used to 
leverage and change the culture. The research identifies that office space design firms 
evaluate organisations’ existing and preferred cultures in order to implement a space that 
supports both the desired culture and helps to create an ideal working layout. The results 
also identify that management feels more optimistic about the influence of such changes 
on the culture of the organisation than their employees. The findings highlight the 
importance of meeting employees’ preferences for workspaces and working with them 
closely to understand how they feel about new work layouts, which in turn have the 
potential to deliver increased employee productivity and satisfaction. However, a 
noticeable discrepancy between the perceptions of public and private sector employees 
was identified where public sector employees felt that standardised procedures still 
governed their actions even in flexible office layouts. 
 
These results emphasise the importance of in-depth examination of the behavioural and 
attitudinal characteristics of market participants in order to obtain a better understanding 
of how they create different workplaces and how they interact and behave in these 
different work layouts. Such an analysis provides the context for a more inclusive 
understanding of the operation of alternative office layouts.  
 
In conclusion, office layouts in the form of common areas, meeting spaces, and individual 
workspaces are artefacts that can either support or change the corporate culture of an 
organisation. Therefore, the critical achievement of workspace design is to integrate the 
cultures, values and behaviours of employees to meet the ultimate goals of the 
organisation. The ultimate result will be the enhancement of an organisation’s business 
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